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CHAPTER - I 
INTRODUCTION 
INTRODUCTION 
Human behaviour is characterised by continuous 
interaction with others as well as with his environment. 
The state of the organism as well as the external factors 
that surround the individual at a particular time Influence 
his behaviour. Experts believe that Job is a social situation 
and in modern life people enter into professions to satisfy 
their needs. Thus job may be considered as a means of ful-
filling one's needs, aspirations, wishes and desires. Such 
facets of human behaviour are covered by a single psycholo-
gical term called as motivation. 
Motivation is one of the most fascinating concepts 
in the study of behaviour. It has its special significance 
for the study of behaviour of people at work. People opt for 
a Job to satisfy diverse social and psychological needs. 
Since the needs, to a great extent, are socially determined, 
the preference for needs vary from time to time. Also internal 
states of the organism gear the needs in certain- direction. 
Blum and Naylor (1968) rightly contend that "man has many 
motives, and unless we recognise the part played by each 
one we cannot possibly begin to understand his behaviour." 
These considerations Impress us with the fact that job 
motivation is truly complex and multiplicity of factors 
influence it. The complexity may be magnified by inter-
action of internal states and external conditions. Our 
point of view could be sufficiently vindicated when we 
examine the definitions given by various psychologists. 
Vinacke (1962) considers motivation as "the 
conditions responsible for variations in the intensity, 
quality and direction of on-going behaviour." Vance (1959) 
opines that "motivation implies any emotion or desire 
which so conditions one's will that the individual is 
properly led into action." Vroom (1964) visualises it is 
"as a process which governs the choices made by person 
among available alternatives and it is a voluntary activity." 
Dubin (1970) on the other hand, asserts that "motivation is 
the complex of forces starting and keeping a person at work 
in an organisation." When defined very broadly "Motivation 
refers to the degree of readiness of an organism to pursue 
some designated goal, and implies the determination of the 
nature and locus of the forces, including the degree of 
readiness." (Trovongton, 1974). 
while reviewing different defintions Ivancevich, 
Wallace and Szilagyi (1977) point out that motivation theo-
rifi^ r have emphasised different concepts of motivation and 
the following aspects should be considered as essential 
elements of Job motivation. 
(1) The analysis of motivation should concentrate on 
factors that initiates a person's activities. 
(2) Motivation is process-oriented and concerns choice, 
direcT:ion and goal. 
(3) Motivation also stresses how behaviour is started, 
sustained or stopped and what kind of subjective 
reaction is present in the person. 
Taking into account all these, it is amply clear 
that motivation embodies "a willingness to expend energy to 
achieve a goal or reward. It is a force that activates dor-
mant energies and sets in motion the action of the people. 
It is the function that kindles a burning passion for action 
among the human beings of an organisation." (Mamoria, 1987). 
The extent of motivation will depend on the per-
ceived value of the outcome of actions, the goals or rewards 
and also the expectations of obtaining the rewards. In order 
to answer such questions various models have been suggested, 
'Force and coercion* model was evolved to emphasise 
that man by nature was lethargic and he could be made to work 
under duress. He works best when he is forced into a situation 
in which he must produce or be punished. This theme was domi-
nant throughout the pre-industrial revolution era in Europe 
as well as in United States of America (House and Bowditch, 
1973). 
Then came the 'Economic Man Model* which stressed 
upon the economic rewards. Long before Adam (1963) formulated 
his inequity theory. Economic man model was prevalent which 
stipulated that man works primarily for money and this model 
treats man like a machine which is devoid of all feelings 
and emotions and does not need other rewards, such as accom-
plishment and achievement. He is only motivated by the 
immediate economic reward. 
A modification of this model was popularised by 
the 'Rational Economic Man.' This model was introduced by 
Taylor (1911) who believed that man was lethargic by nature 
and could only be financially bribed to attain the requisite 
level of production. Weber (1946) also believed that money 
was the primary motivator for the individual. Opsahl and 
Dunnette (1966) attempted to explain the role of money as 
an incentive. Money is considered as a 'generalised condi-
tioned reinforcer; as a 'conditioned incentive; as an 
•anxiety reducer; as a 'hygiene factor; and as a means of 
* instrumentality *. 
m Indian context, however, money still seems 
to play a very significant role in the practice of mana-
gement. Both the practice and research in management emph-
asise economic returns for an average Indian employee. It 
is a major factor for Job satisfaction and productivity, 
followed by other factors like job security, opportunity 
for advancement and type of work, etc. (sinha, 1958; Monga, 
1978). Srivastava (1985) in his study found that higher 
wages would induce workers to put in more work. Given the 
economic constraints, the Indian employees consider money 
important not only in an economic sense but also in psycho-
logical sense. Money not only enables individual to satisfy 
the basic physiological needs but its supply ensures the 
satisfaction of higher order needs (Verma, 1978). Indian 
workers irrespective of the level of skill, generally 
attach more importance to good wages, job security,promotion 
and growth as compared to their American counterparts (Prasad, 
1979). Sagar and Ray (1985) found that economic motivation 
Is an important component in determining the productivity of 
farmers. 
The economic man model was discarded by Roethlis-
toerger and Dickson (1939), Mayo (1945). They contended that 
social factors were responsible for the development of intense 
inter-personal interaction among the volunteers. The concept 
of •social man* was evolved which stated that man works not 
only for money alone but also to satisfy his higher order 
needs - need to be recognised, to be appreciated and have a 
sense of achievement in whatever one does. 
Whyte (1948) found that social and group factors 
were significantly related to absenteeism, quality of customer 
service and tendency to quit thfe job. If the supervisor per-
mitted informal groups to form and the resultant group was 
well knit and integrated, relations within the group and 
the quality of work were good. If the requirements of work 
upset group relations, however, a variety of troubles arouse. 
Seashore (1954) studied the relationship between group cohe-
siveness and found that high group cohesiveness was associated 
with high productivity and a sense of confidence in the mana-
gement. Lack of confidence in the management was associated 
with low productivity. The significance of social factors 
at the work place has been forcefully advocated by many 
researchers (Jasinskl, 1956; Walker and Guest, 1952; Schrank, 
1978)• Many workers in a number of situational context, are 
highly motivated by social needs, and that such needs may 
over-ride economic needs (Mintzberg, 1973; Strauss, 1974; 
Balzer, 1976; Schrank, 1978). 
In modern life, not only do people have many needs 
and potentials, but the patterning of those needs changes 
with age and stages of development, with changes in roles, 
with situation, and with changes in inter-personal relation-
ships. Management accepted the •Complex Man Model* which 
iregards that man is capable of making decisions. He has many 
motives which are complex and that he strives for growth, 
responsibility and achievement. Employees are capable of 
learning new motives through organisational experiences. 
The concept of complex man model was supported by several 
studies (Grusky, 1962; Argyris, 1964; Lawler, 1971, 1975; 
Pigors and Myers, 1977). 
The above mentioned models have been incorporated 
in the theories of job motivation, especially In the theories 
of Maslow (1954) and Herzberg (1959). 
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The theory of human motivation as enunciated by 
Maslow (1954) is the 'Theory of Need Hierarchy* which 
examines the question why people work in terms of their 
need satisfaction or need deprivation. Maslow felt that 
the basic human needs were arranged in hierarchical order, 
and argued that higher order needs would not become active 
until lower order needs could be satisfied, Maslow divided 
need into five categories. The lowest level of the need 
hierarchy comprises the universal physiological needs which 
are basic for maintenance of body processes* such as hunger, 
thirst and sex. The second level of need is for safety and 
security, which refers to the need like freedom from physi-
cally harmful situations as excessive heat, cold and accidents, 
etc. The third level is social need. Man wants to belong, to 
be loved and to be accepted by others. At the fourth level 
are esteem or ego needs. These needs refer to strength, 
achievement, adequacy, recognition, etc. When all the four 
needs are satisfied, the need for self-actualisation arises. 
It is the highest level need which refers to making maximum 
use of one's talents and resources. In other words, the 
individual is concerned with the development of his full 
potential* 
The strength of the theory lies in drawing attention 
to the variety of needs and motives which operate, but the 
evidence for the hierarchical notion Is weak and the need 
categories tend to be very general. 
In applying Maslow's theory to management personnel 
and practice a series of studies were conducted by Porter 
(1961, 1962), Porter and Lawler (1968) and It was found that -
(a) managers at all levels had similar security 
and social needs. 
(b) satisfaction of three higher order needs 
varied with the levels. Social, esteem and 
self-actualisatlon needs were satisfied more 
often in the middle than in the lower manage-
ment levels. 
(c) the needs of the lower managers in small 
size companies were more satisfied than 
those in large companies. 
(d) In organisations where authority levels 
were few the needs of lower level managers 
were more often satisfied while in multi-
hierarchical structure the needs of managers 
at higher levels were more often satisfied. 
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Hall^Nougain (1968), Vig (1978), Narain (1973), 
found no strong evidence for the need hierarchy theory, 
Saiyadain (1977) suggested that satisfaction of social and 
security needs were equally emphasised by the employees 
occupying different positions in organisation but the ego 
need and self-actualisation were reported to be satisfied 
in case of the persons who have attained higher positions 
in the organisation. The clearest evidence for self-
actualisation need comes from studies of professionals, 
managers and technical employees, who tend to be highly 
work involved and for whom challenge and meaningful work 
are of central values (pelz and Andrews, 1962), 
Recent studies on need hierarchy do not fully 
endorse Maslow's theoretical foundations. Moreover, emperi-
cal evidence also fail to lend support to the theory 
(Raymond and William, 1986; Kumar and Bhargavathi, 1989; 
Mathur and Khurana, 1990). 
Herzberg and his associates (1959) proposed the 
•Two Factor Theory* of job motivation. They advocated that 
the content factors were responsible for satisfaction and 
the context factors were responsible for dissatisfaction. 
They also challenged the uni-dimensionality approach and 
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pointed out that the two type of factors may be Independent 
of each other. Many criticisms have been labelled against 
Motivation-Hygiene theory which suggest that it is methodo-
logy bound and the defence-mechanism, by and large influence 
the reports of satisfaction and dissatisfaction (Ewen, 1964; 
Davis, 1977; Sarveswara Rao and Ganguli, 1972; Akhtar and 
Bhargava, 1974; Basu and Pestonjee, 1974), 
Dayal and Saiyadaln (1970) used the critical 
incident technique and found sufficient evidence to support 
the two factor theory. But Pestonjee, Akhtar and Diwedi 
(1971) using different methodology partially substantiated 
Herzberg's contentions. It was revealed that the economic 
rewards have a great influence on Indian worker's perception 
of factors that contribute to satisfaction or dissatisfaction, 
pestonjee and Basu (1972)/ found that motivators contributed 
significantly more toward satisfaction than hygiene factors 
in the public sector while in private sector motivators as 
compared to hygiene factors contributed significantly towards 
the feeling of dissatisfaction. Pareek and Keshato (1981) 
observed that Indian sample showed a higher preference for 
motivators than did Malaysian top managers, middle managers ' 
and management trainees. Nirmala (1985) conducted a study 
on executives and observed that relation with colleagues. 
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promotion and monetary benefits emerged as most satisfying. 
Recognition, freedom and scope for innovation were ranked 
as the lowest factors. Misra and Jain (1986) described 
self-esteem, need achievement, and need autonomy as the 
moderators of job satisfaction and Job motivation. Similar 
findings have been reported by Mohan and Kakkar (1990). 
Alderfer (1972) identified three groups of core 
needs 2 existence, relatedness and growth. The existence 
needs are concerned with survival (physiological well-being). 
The relatedness needs stress the importance of inter-personal 
and social relationships. The growth needs are concerned with 
the individual's intrinsic desire for personal development, 
Alderfer lays more emphasis on continuum of needs 
than hierarchical levels or two factors of prepotency needs. 
Unlike Maslow and Herzberg, he does not contend that a lower 
level need has to be fulfilled before a higher level need is 
motivating or that deprivation is the only way to activate 
a need. Though, Alderfer's approach has not been extensively 
researched, but some researchers have supported his modifi-
cations (Mayes, 1978; Rousherberg, Schmitt and Hunter, 1980). 
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Vroom (1964) like Alderfer (1972) has criticised 
both Maslow's (1954) and Herzberg's (1959) theory and pro-
posed the 'Expectancy Theory*. Vroom's model was built on 
the concenpt of valence, expectancy and the outcome having 
the basic assumption that the choice made by a person among 
alternative source of action ar« lawfully related to psycho-
logical events occurring contemporaneously with the behaviour, 
In Vroom's theory 'Valence* refers to the strength of an 
individual's performance for a particular outcome. It may 
also be termed as incentive, attitude or expected utility. 
The second variable 'Expectancy* is the probability that a 
particular (first level) action or effort will lead to a 
particular outcome (second level). The third variable is 
the'outcome*. Thus, this theory explains the interaction 
between an individual's goals and the probability associate 
with the attainment of goal. 
Vroom's theory was criticised for its validity 
and predictability by Filley et al. (1976). But wofford 
(1971) strongly endorses the expectancy theory and concludes 
that it has a great promise for understanding and predicting 
job motivation and satisfaction than either Maslow's need 
hierarchy or Herzberg's two factor theory. Some studies 
pointed out that Vroom's model has emerged as an important 
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theory of work motivation (Mitra and Bhattacharya* 1983; 
Bhattacharya, 1986). 
Pareek (1974) has proposed an Integrated Theory 
which attempts to combine the salient features of 'expectancy* 
and *need specific* theories. It is argued that work moti-
vation can be conceived of at three levels. The first level 
of work motivation is at the individual level, in terms of 
the needs of the individual who decides to work in an orga-
nisation. The most important needs are those of achievement 
(concern for excellence), affiliation (concern for personal 
irelationship), inclusion (concern for social interaction), 
power (concern for influence and control), dependency (concern 
for direction), and extension (concern for others). The second 
and the third level of work motivation follow the individual's 
interaction with the environment. At the second level work 
motivation develops in terms of changed strength in his need 
pattern and his commitment to work in the organisation. The 
second level is directly Influenced by role interactional 
patterns and role perception and acceptance. At the third 
level motivation la defined in terms of work and role satis-
faction. Thus, accoirding to Pareek (1974) the development o£ 
work motivation should be evaluated in the context of the 
organisation and the roles that the individual is allowed to 
Piay. 
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Relationship Between Job Motivation And Demographic Variables i 
Akhtar and Nlzaml (1987) have rightly pointed out 
that the degree to which people are motivated will depend 
not only upon the perceived value of the outcome of their 
actions, the goals or rewards but also upon their expecta-
tions of obtaining the rewards. They will be more highly 
motivated if they can control the means to o|Dtain the goals. 
In view of the above facts, it is but Imperative that when 
venturing to study job motivation, we must take into consi-
deration the specific factors that may have motivational 
appeal for the people as well as the moderating effect of 
certain demographic variables on job motivation because a 
person comes to his job with his needs, aspirations and 
personality characteristics, etc. (Herzberg et al.# 1957; 
Ronan, 1970). 
Many studies in our country have been conducted 
using correlational design to determine the relationship 
between demographic variables and Job motivation. Certain 
demographic variables that have been selected for the present 
study are age, job tenure. Job level, promotion earned, 
marital status, number of dependents, special training, etc., 
because these have not been extensively investigated. 
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The studies on age and Its relation to Job moti-
vation and satisfaction have not yielded consistent results. 
Ouha (1965), Slnha and Agarwala (1971) and Bourne (1982) 
found positive correlation between age and Job motivation 
and Job satisfaction, while Sinha and sharma (1962) and 
Narchal, Alag and Kishore (1984) obtained negative relation-
ship between age and Job satisfaction. Sinha and Nair (1965), 
Ghosh and Shukla (1967), Rao (1970), Vasudeva and Rajbir 
(1976) found no significant relationship between age and 
job satisfaction. 
Similar results have been reported of Job tenure 
with motivation and satisfaction. Slnha and Nair (1965), 
Narchal, Alag and Kishore (1984), Nahta (1980), Dhillon 
and Shuja (1990) reported positive correlation between Job 
tenure and motivation. But Vasudeva and Rajbir (1976) found 
negative relationship between Job tenure and satisfaction. 
Rao, Sinha and Agarwala (1971) did not obtain significant 
relationship between Job tenure and satisfaction. The 
disparities might have been to the nature of the work groups 
studied. 
Most of the studies showed that there was no 
relationship between number of dependents and Job satis-
faction (Sinha and Sharma, 1962; Nair, 1965; Vasudeva and 
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Rajblr, 1976) . It was visualised that for the professional 
group (Engineers), the number of dependents may Influence 
the Job motivation. It may be argued that the members of 
the family may positively or negatively influence the Job 
holder's needs and aspirations. These considerations guided 
us to include number of dependents as one of the demographic 
variables. 
Promotion earned is another demographic variable 
which may Influence motivation. Promotion not only brings 
about advancement in the Job rather it leads to enhancement 
in salary and authority of the errployee and it entails 
sharing of greater responsibilities and challenges. These 
considerations have led many researchers to emphasise the 
role of promotion for Job motivation (Herzberg, 1959? Gilmer, 
1966; Harrell, 1964; Singhal and Upadhyaya, 1972; Gaines, 
Larry, Tubergen, Norman and Michal, 1984) . 
Special training is an important element of human 
resources development. It is actively and intimately connec-
ted with all the personnel or managerial activities. It 
enables employees to develop new capabilities, an increased 
use of new technology in production and to do the work in 
more effective ways-. It moulds the employee's attitutdes 
and heightens the morale of the employees. Apart from these. 
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It also may instil greater confidence among employees. Thus, 
special training may influence job motivation. 
Job hierarchy influences job motivation and 
satisfaction of employees at work place. Persons who 
occupy higher position in job hierarchy will'mor« moti-
vated and satisfied as compared to those who occupy lower 
levels. Many researchers have highlighted the significance 
of job hierarchy for motivation of employees (Porter, 1961, 
1962; Porter and Lawler, 1968; Hall and Nougain, 1968). But 
the review of the literature in our own country reveals 
that such studies have not been conducted by Indian resear-
chers. The present study may remove such a void. 
Most inportant demographic variable for Indian 
sample is salary or income. Some researchers pointed out 
that pay is the most important factor for motivating Indian 
workers (Bose, 1951; Ganguli, 1954; Lahiri and Chaudhri, 
1966; Mukherjee, 1968; Desai, 1968; Kapoor, 1967). Recently 
Shairma (1980), Pareek and Savlani (1985) observed that 
higher income may lead to higher job motivation and satisfac-
tion. 
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Aims and Importance of Present study j 
Job motivation has been extensively and intensi-
vely investigated by researchers because the organisational 
effectiveness is linked to it. When we look to our own 
country we may be accused as Akhtar and Nizami (1987) have 
pointed out that Indian researchers have undertaken mostly 
replicative studies and have a tendency to endorse the 
findings obtained by researchers in industrially developed 
countries. The socio-cultural differences are usually dis-
regarded. Thus, we must try to incorporate motivational 
factors that are specific to our own socio-cultural milieu. 
The findings of Akhtar and Nizami (1987) lend support to 
our theorization that certain factors specific to our own 
socio-cultural situation should be studied. It is amply 
clear that such extrinsic factors as housing, medical, 
recreational and transportation facilities have special 
appeal for certain segment of employees. It is also quite 
discernible that the various groups studied, by and large, 
endorse more contexual factors than their counterparts of 
industrially developed countries. 
The scale developed by Akhtar and Bhargava (1974) 
had 25 items. It had a reliability coefficient of 0.87. 
This scale has been revised by the investigator and 3 new 
items were added. Another salient feature of the present 
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Investigation is the use of standardized tool for the 
measurement of Job motivation. The details are reported 
in the next chapter. Thus, a significant methodological 
contribution has been made. It would help future resear-
chers, we have included certain new sets of demographic 
variables (age, job level, job tenure, promotion earned, 
special training, etc.). Present investigation has both 
theoretical and methodological inplications. The findings 
may be useful for the Indian managers to develop a pro-
gramme of motivating their employees. 
CHAPTER - I I 
METHODOLOGY 
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METHODOLOGY 
In the preceding chapter we clearly spelt out 
the aims and objectives of the study. The main emphasis 
is on investigating Job motivation of professional group 
(Engineers) in relation to certain demographic variables. 
Demographic variables and their relation to Job performance, 
morale. Job involvement. Job satisfaction, and other facets 
of organisation have been extensively studied. But the 
moderating effect of demographic variables on Job motiva-
tion has not been investigated to the desired extent. 
It is not possible to study all the demographic 
variables but some important one's such as Job level. Job 
tenure, age level, promotion earned, number of dependents, 
special training, etc. are to be considered. The above 
mentioned demographic variables are visualized as indepen-
dent variables whereas Job motivation is considered as the 
dependent one. 
Motivation is latent in nature. Human motivation 
is influenced by the Internal state of the organism as well 
as its interaction with the environment. Family relationship. 
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religious Influence, racial or caste background, educational 
accomplishment, technology, etc. cummulatlvely Influence an 
Individual's motivation. Most of human motivation such as 
belonglngness, power, status are acquired and are the product 
of social learning. Thus, motivation is dependent on many 
environmental factors and that is why it is considered as 
the dependent one. 
In order to achieve our objective and to carry 
out the research in a scientific manner we have postulated 
certain hypotheses. Hypotheses draw inferences beyond the 
data. McGulgan (1960) has defined that hypothesis is "a 
testable statement of a potential relationship between two 
(or more) variables". Similarly, Kerlinger (1983) has pointed 
out that "a hypothesis is a conjectural statement of the 
relation between two or more variables." Hypotheses are 
significantly important in every scientific enquiry because 
they are the working instrument of theory. They have predic-
tion value and also they are powerful tools for the advance-
ment of knowledge. The first important step in postulating 
the hypothesis Is to state the null hypothesis (Ho). The 
null hypothesis is a hypothesis of no difference. It is a 
statistical hypothesis usually formulated for the express 
purpose of being rejected. If null hypothesis is rejected. 
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we may accept the alternative hypothesis (HI) that is, the 
mean of the first group is not equal to the mean of the 
second group, while null hypothesis states that the mean 
of the two groups are equal. In other words, the null 
hypothesis states that the performance of treatment groups 
is so similar that the groups must belong to the same popu-
lation or implies that experimental manipulation had had no 
effect on the groups. 
Hypotheses s 
In the light of the above considerations following 
alternative hypotheses were formulated. 
(1) Demographic variables (work experience, age, 
number of dependents and salary) would influence 
the job motivation of employees, 
(2) Engineers and Junior Engineers would differ in 
their job motivation. 
(3) Employees who earned promotion would differ with 
those who did not earn promotion. 
(4) Specially trained employees would differ In their 
motivation with those who did not get special 
training. 
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(5) Job level, promotion earned and special training 
would cununulatively influence the job motivation 
of employees. 
(6) Engineers and Junior Engineers would differ in 
their intrinsic motivation. 
(7) Engineers and Junior Engineers would differ in 
their extrinsic motivation. 
Research Design : 
It has already been stated that the influence of 
demographic variables (job level, job tenure, age, promotion 
earned, special training, etc.) on job motivation would be 
Investigated. Research design is a series of stipulated 
scientific procedures to carry out the research and to 
draw unbiased inferences. According to Myers (1980), "the 
design is the general structure of the experiment, not its 
specific content**. Though, there are diffexrent objectives 
of designing of an experiment, but the most Important 
function of experimental design is to control variance as 
Lindquish (1956), had pointed out that "Research design is 
the plan, structure and strategy of investigation conceived 
so as to obtain answer to research question and to control 
variance". Mohsin (1984), opines that research design depicts 
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the plan which states the relation between observed facts 
and events on the basis of which conclusion could be drawn. 
He further explains that "it contains a built-in system of 
checks against all factors that might affect the validity 
of the research outcome". Main functions of experimental 
design are to maximise the effect of systematic variance, 
control extraneous source of variance, and minimize error 
variance (Broota, 1989). 
In any scientific enquiry methodology plays an 
Important role because the reliability and validity of the 
obtained results are contingent upon the methodology adopted, 
Several methodological approaches and designs have been deve-
loped and discussed (Ferguson, 1981) but the choice of appro-
priate design depends upon the special characteristics and 
availability of the sample, nature of measuring instrument 
and restraints regarding the manipulation of variable being 
studied. 
Our understanding of iresearch design helps in 
carrying out the investigation to its ultimate objectives. 
In the present investigation three job related variables 
(Job level, promotion earned and special training) were 
selected which have not been vlgourously studied. Some 
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Other job related variables auch as work experience and 
salary earned have been extensively investigated. Among 
demographic variables, age and number of dependents were 
selected for investigation. The study of human behaviour 
impresses us with the fact that at different stages of 
development different patterns of behaviour are observed. 
Thus, it may be construed that at different ages a person 
may develop different type of motivations. Similarly, it 
was considered that employees catering to the needs of 
large sized family would have different patterns of 
behaviour than those who are managing small families. 
If it is true that happenings in home influence behaviour 
on the Job, then the family size may influence Job moti-
vation. 
If we take into account of the independent 
variables then we have to consider seven independent 
variables. Thus, it was decided to conduct the study in 
two phases. In the first phase we would attempt to partial 
out the influence of certain variables and determine the 
relationship among the variables. The variables that would 
be yielding sufficiently high correlation with Job motiva-
tion would be finally selected to investigate their influence 
on job motivation. In brief it may be mentioned that the 
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first phase of the research would be correlational and the 
second phase would be of factorial design. 
Tools Used X 
The tool used in this study is a 25-item, 5 point 
Rating Scale (JMS) developed by Akhtar and Bhargava (1974). 
Of the 25 items, 16 are based on factors originally extracted 
by Herzberg and his colleagues (1959) • These items are achieve-
ment* recognition, work itself, iresponsibllity, advancement, 
salary, possibility of growth. Interpersonal relations with 
fellow workers, supervisors and subordinates, status, super-
vision, company policy, working conditions, personal life 
and Job security. The newly introduced 9 items are housing, 
recreation, transport, medical and leave policies, mobility 
with regard to work, participation in decision making, 
feeling of castlsm on the job and health suitable for the 
'job. Most of the newly introduced items were reported to be 
significant determinants of job satisfaction and job moti-
vation for the Indian workers (Akhtar and Pestonjee, 1963, 
1967; Akhtar and Bhargava, 1974; Pestonjee, 1973; Akhtar 
and Nlzami, 1987). 
A critical review of the literature as well as 
the items of JMS developed by Akhtar and Bhargava (1974) 
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impressed us that a few more items should be added to 
measure more precisely the job motivation of Indian workers. 
The newly added five items are as given below s-
(1) to have supervisors as they aire in other 
organisation, 
(2) to have greater autonomy for work scheduling, 
(3) to be given more responsibility in the Job, 
(4) to have more opportunities for promotion of 
efficient employees, and 
(5) to opt for a job having greater social 
recognition. 
For finding out the validity of the scale five 
newly introduced items were correlated with 25 old items 
on randomly selected sample of 100 Junior Engineers, Product 
moment coefficient of correlation (r) between newly intro-
duced five items and total scores of JMS scale was computed. 
The results are reported below J-
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Table - 2.1 
Items 
To have supervisors as they are In other organisation. 0,12 
To have greater autonomy for work scheduling. 0.34 
To b« given more responsibility in the Job. 0,36 
To have more opportunities for promotion of 0,44 
efficient eirployees. 
To opt for a job having greater social recognition. 0,11 
Items 1 and 5 yielded statistically insignificant 
correlations and they were not included in the scale. Thus, 
the total number of items are 28 consisting of 25 items of 
old scale and three new items. The split-half reliability 
coefficient of the new scale is 0.91 {y\ " 100). 
Sampling s 
A scientist collects data, analyses them to draw 
inference and makes an effort to generalize it in order to 
improve the predictive value of his findings. All the 
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processes Involve are keyed to the technique employed by 
the scientist to collect the data. It hardly needs to be 
mentioned that the method employed to collect data should 
be efficient In terms of time spent, expenditure of energy 
and reliability of the data. 
Sampling takes Into account the above mentioned 
aspects. A sample is a small part of the total existing 
events, objects or the Information (Mohsin, 1984), Kerllnger 
(1983), believes that "Sampling is taking any portion of a 
population or universe as representative of that population 
or universe", 
As mentioned earlier the present study was conduc-
ted on Engineers of Kaslmpur Hydro-electric Power Station 
situated at a distance of 16 kms. from Aligarh. This Public 
sector undertaking caters to the generation and distribution 
of electricity for the Western part of Uttar Pradesh. 
A list of Engineers employed by the Kaslmpur 
Power Station was obtained from the management according 
to which there we -e about 600 Engineers ranging between 
Superintending to Junior Engineers. Since there were only 
6 Superintendent Engineers, they were not included in the 
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sample and out of the remaining 594 Engineers every second 
individual was randomly selected. The researcher personally 
contacted them (Executive, Assistant and Junior Engineers). 
The purpose of the study was explained to them and they were 
requested to complete the Job motivation scale. Engineers 
either did not respond to all the items or refused to co-
operate and thus we were left with only 246 returns. The 
number of returns included in the study obtained from the 
above mentioned categories of Engineers is reported in 
Table-.2.2. 
Table - 2.2 
Name of the organization Sample 
Kasimpur Hydroelectric Power 
Station, Aligarh. 
Engineers 128 
Junior Engineers 118 
Total 246 
The characteristics of the sample are given in 
Table-2.3. 
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Table - 2.3 
Variables Range Mean 
Age in years 
Job Tenure In years 
Number of Dependents 
Salary in Rupees 
24 - 59 39.16 
1 - 2 5 13.85 
0 - 1 0 3.90 
955 - 6000 3561.15 
Statistical Analysis t 
The first phase of the study was conducted to 
determine the relationship among the selected variables. 
Partial correlations were computed which determine the 
relationship between two variables when the remaining 
variables are partialled out or controlled not to cast 
their influence on the relationship (Elhance, 1986). 
Partial correlation, in other words, tells us th^t there 
is an association between variables as well as among 
variables affecting each other. 
The second phase of the study was aimed at 
determining the influence of independent variables on 
33 
the dependent one (job motivation). In 3uch cases it is 
customary to use analysis of variance developed by Fisher 
(1935). The technique is useful in testing differences 
between two or more means and enables researchers to take 
account of interacting variables. There were three indepen-
dent variables for factorial design such as Job level, 
promotion earned and special training. Each of the three 
variable was varied in two ways viz. job level (Engineers, 
Junior Engineers), promotion earned (Promoted, Not Promoted) 
and special training (Specially trained. Mot Specially 
trained). Thus, our design conformed to 2 x 2 x 2 factorial 
design. There were eight experimental conditions and we had 
obtained unequal factorial design in which there was not an 
equal number of observations for each treatment combination. 
In such a situation an unweighted means analysis provides 
an exact test of the mean square for main effect or inter-
action effect (Speed and Monlezum, 1979; Boncraft, 1968; 
Snedecor and Cochran, 1980) , 
Wherever *F' was found significant, 't* test was 
used for further analysing the significant differences 
between the means of the groups studied. 
CHAPTER - III 
RESULT AND DISCUSSION 
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RESULT AND DISCUSSION 
The ultimate objective of any research investi-
gation is to draw unbiased inferences and to meaningfully 
interpret the results obtained. In the preceding chapter, 
we have discussed the theoretical issues and highlighted 
the aims and objectives of the present study. Research 
design and the hypotheses were also broadly stated. Now 
the purpose of the present chapter is to report the results 
obtained by us. Starting with computation of partial corre-
lations we have presented the results of demographic varia-
bles in Tables - 3.1(a) and 3.1(b). 
Table - 3.1 (a) 
(ENGINEERS) 
Relationship Among Variables t Job Motivation, 
Work Experience, A9 le. Number of Dep lendents and 
Salary 
Variables Partial r 
Job Motivation + Work Experience ^12 3 0 896 
+ Age 
^13.2 0.019 
^23.1 -0.034 
contd.... 
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Variables Partial r 
Job Motivation + Work Experience 
4- Number o£ Dependents 
Job Motivation + Work Experience 
+ Salary 
Work Experience -i- Age + Number 
of Dependents 
Work Experience + Age + Salary 
Job Motivation + Age + Number 
of Dependents 
Job Motivation + Age + Salary 
Job Motivation + Number of 
Dependents + Salary 
"•12.4 0 .382 
^ 1 4 . 2 0 .035 
^ 2 4 . 1 - 0 . 0 4 7 
^ 1 2 . 5 0 .597 
^ 1 5 . 2 0 .065 
^^25.1 - 0 . 0 6 8 
^ 2 3 . 4 0 .426 
^ 2 4 . 3 - 0 . 0 0 1 
^4 3 . 2 0 .877 
^ 2 3 . 5 0 . 1 7 8 
^ 2 5 . 3 0 .235 
^ 3 5 . 2 0 . 8 4 3 
^ 1 3 . 4 0 .426 
^ 1 4 . 3 0 . 0 3 2 
^ 3 4 . 1 - 0 . 0 3 5 
^ 1 3 . 5 , 0 . 5 6 9 
^ 1 5 . 3 0 . 0 5 3 
^ 3 5 . 1 - 0 . 0 5 0 
^ 1 4 . 5 0 .236 
^15 .4 0 .027 
^ 5 4 . 1 0 . 0 1 1 
T a b i c - 3 . 1 (b ) 
(JUNIOR ENGINEERS) 
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V a r i a b l e s P a r t i a l r 
J o b M o t i v a t i o n + Work E x p e r i e n c e 
+ Age 
J o b M o t i v a t i o n -f Work E x p e r i e n c e 
+ Number o f D e p e n d e n t s 
J o b M o t i v a t i o n + Work E x p e r i e n c e 
+ S a l a r y 
Work E x p e r i e n c e + Age + Number 
o f D e p e n d e n t s 
Work E x p e r i e n c e + Age + Sa la ry-
J o b M o t i v a t i o n -f Age + Number 
o f D e p e n d e n t s 
1 2 . 3 
1 3 . 2 
2 3 . 1 
1 2 . 4 
1 4 . 2 
*24.1 
1 2 . 5 
•15 .2 
2 5 . 1 
2 3 . 4 
2 4 . 3 
•43 .2 
•23 .5 
•25 .3 
•53 .2 
13.4 
14.3 
34.1 
0.765 
0.038 
0.047 
0.277 
0.092 
0.087 
0.295 
-0.159 
0.158 
0.059 
0.160 
0.751 
0.316 
0.024 
0.745 
0.234 
0.097 
0.088 
c o n t d . . . . 
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Variables Partial r 
Job Motivation + Age + Salary-
Job Motivation + Number of 
Dependents + Salary 
^13 .5 0.361 
^15 .3 - 0 . 1 7 0 
^35 .1 0.166 
^^14.5 0.053 
^^15.4 
- 0 . 1 2 5 
^54 .1 0.127 
The results Indicate that correlation between 
Job motivation and work experience, keeping age constant/ 
was significantly high both for Engineers and Junior 
Engineers. Job motivation and work experience yielded low 
correlations for both the groups when number of dependents 
was kept constant. The above noted variables moderately 
correlated (.59) for Engineers when salary was kept constant 
but the correlation was low though significant (.29) for 
Junior Engineers. 
Work ei^perience and age significantly correlated 
when number of dependents was partlaled out. This was true 
for Engineers only. When work experience was held constant. 
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correlation between age and number of dependents was found 
statistically significant. This was true for Engineers as 
well as Junior Engineers. 
For both the groups (Engineers and Junior 
Engineers) high correlation between age and salary, 
keeping work experience as constant, was obtained. It 
was observed that in case of Engineers, moderate corre-
lation coefficients were obtained between Job motivation 
and age when number of dependents as well as salary were 
kept constant. 
The partial correlations computed clearly reveal 
that there existed statistically significant relationship 
between job motivation and work experience, job motivation 
and age, work experience and age, age and number of depen-
dents, and between age and salary. The findings substantiate 
our assertion (Hypothesis No. 1) that demographic variables 
(work experience, age, number of dependents and salary) 
influence job motivation of employees. Among the four 
demographic variables two of them (work experience and age) 
were found to be more most potent ones for the motivation 
of employees. 
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The next analysis pertains to the influence of 
independent variables (job level, promotion earned and 
special training) on job motivation. The results are 
reported in Table - 3.2, 
Table - 3.2 
influence of Certain Demographic Variables (Job 
Le ve 1, Promotion EarTied and Speci al Traini ng) on 
ANOVA 
Job Motivatior 1 
Source of Variation Sum of 
square 
df Mean 
square 
F 
Between Job Level(A) 21.7109 
0.5469 Between Promotion 
Earned ( B ) 
Between S p e c i a l 
T r a i n i n g (C) 
0.4844 
Interaction (AXB) 35.3203 
Interaction (AXC) 53.4609 
Interaction (BXC) 0.3125 
Interaction (AXBXC) 162.1016 
Within SS (error) 56825.0000 
21.7109 2.2297 
0.5469 0.0562 
0.4844 0.0497 
35.3203 3.6273 
53.4609 5.4903** 
0.3125 0.0321 
162.1016 16.6474* 
238 237.7615 9.7373* 
TOTAL 245 
*Significant at .01 level 
**Signifleant at .05 level 
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The results of 'ANOVA' Indicate that the job 
level, promotion earned and special training do not 
influence job motivation. The interaction effects, however, 
were found to be significant. The analysis clearly reveals 
that the variables job level, promotion earned and special 
training do not independently influence Job motivation but 
these Variables cummulatively influence job motivation. 
Interaction effects between job level and special training 
was also found to be significant. 
•f test was used to find out significant 
differences between the groups. The results of 't' test 
are reported in Table - 3.3, 
Table - 3.3 
Interaction Effect (AXC) On Job Motivation. 
Groups compaired Mean SD t - v a l u e 
E n g i n e e r s ( T r a i n e d ) 
E n g i n e e r s (Not T r a i n e d ) 
J . E s , ( T r a i n e d ) 
J . E s . ( N o t T r a i n e d ) 
E n g i n e e r s ( T r a i n e d ) 
J . E s . ( T r a i n e d ) 
111 .54 1 3 . 2 0 
1 0 6 . 2 8 1 5 . 6 4 
1 0 3 . 9 
1 0 7 . 4 5 
111 .54 
1 0 3 . 9 
2 2 . 4 7 
1 3 . 2 3 
1 3 . 2 0 
2 2 . 4 7 
1.94 
1.21 
2 . 1 4 8 * * 
c o n t d . , 
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Groups compared Mean SD t - v a l u e 
E n g i n e e r s (Not Trained) 
J . E s . ( N o t Tra ined) 
E n g i n e e r s (Tra ined) 
J.EJI. (Not T r a i n e d ) 
E n g i n e e r s (Not Trained) 
J . E f l . ( T r a i n e d ) 
1 0 6 , 2 8 1 5 . 6 4 
1 0 7 . 4 5 1 3 . 2 3 
111 .54 
1 0 7 . 4 5 
1 0 6 . 2 8 
1 0 3 . 9 
1 3 . 2 0 
1 3 . 2 3 
1 5 . 6 4 
2 2 . 4 7 
0.541 
1.58 
0.783 
••Significant at .05 level 
It emerges that Engineers and Junior Engineers 
having 'Special Training* significantly differ with each 
other with respect to job motivation. It also clear that 
Engineers have higher mean as compared to Junior Engineers 
Thus« it can be concluded that Engineers having •Special 
Training* show better Job motivation than Junior Engineers 
It is also interesting to note that Engineers are more 
homogeneous in this regard than Junior Engineers as the 
extent of variability of the former group is lesser than 
the later. 
The interaction effects of Job level, promotion 
earned and special training on job motivation have been 
reported in Table-3.4. 
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Table - 3.4 
Interaction Effects (AXBXC) On Job Motivation* 
Groups Compared Mean SD t-value 
Engineers (Promoted a Trained) 109.72 11.27 
Engineers (Promoted but Not 104.05 13*G4 
Trained) 
J.Es. (promoted & Trained) 105.72 19.90 
J.Es. (Promoted but Not 110.13 12.14 
Trained) 
Engineers (Promoted & Trained) 109,72 11.27 
J.Ba.(Promoted & Trained) 105.72 19.90 
Engineers (Promoted & Trained) 109.72 11.27 
J.Es. (Promoted but Not 110.13 11*14 
Trained) 
1.62 
0.869 
0.742 
Engineers (Promoted but Not 104.05 13.64 
Trained) 2 ,033** 
J.Es. (Promoted but Not 110.05 12.14 
Trained) 
0.309 
Engineers (Promoted but Not 104.05 13.64 
Trained) 0.124 
J .Es. (Promoted & Trained) 105.72 19 .90 
c o n t d . . . . 
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Groups Compared Mean SD t - v a l u e 
Engineers (Not Promoted but 113.26 14.41 
Trained) 1.37 
Engineers (Not Promoted & 107.75 16.63 
Not Trained) 
J.Es. (Not Promoted but Trained) 101.17 25.60 
J.Es.(Not Promoted & Not 105.33 12.88 
Trained) 
0.545 
Engineers (Not Promoted but 113.26 14,41 
Trained) 1.49 
J.Es.(Not Promoted but Trained) 101.17 25.60 
Engineers (Not Promoted & Not 101.75 16.63 
Trained) 0.825 
J.Es.(Not Promoted & Not 105.33 12.88 
Trained) 
Engineers (Not Promoted but 113.26 14.41 
Trained) 2.097** 
J.ES. (Not Promoted & Not 105.33 12 .88 
T r a i n e d ) 
Engineers (Not Promoted & 107.75 16 .63 
Not Trained) 0.851 
J . E s . (Not Promoted but 101.17 25 .60 
Tra ined) 
* * S l g n l f l e a n t a t .05 l e v e l . 
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The results of 't' test show that promoted but 
not Specially trained Junior Engineers have higher mean 
as compared to promoted but not specially trained Engi-
neers. As regards the interaction effects again it is 
observed that not promoted but specially trained Engi-
neers differ from Junior Engineers who are neither pro-
moted nor have special training. Thus, it can be concluded 
that promotion earned has a facilitating effect on job 
motivation of Junior Engineers while special training 
plays vital role in job motivation of Engineers, 
All the three independent variables do not 
individually influence job motivation but job level when 
combined with promotion and special training does influ-
ence job motivation. 
The interaction effects of these variables 
(job level, promotion earned and special training) 
cummulatively influence job motivation of employees. 
Thus, hypothesis No. 5 was accepted and we can say that 
job level, promotion earned and special training cummu-
latively influence job motivation of employees. 
Analysis was further extended to find out 
whether the Engineers and Junior Engineers differ with 
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each other in their intrinsic/extrinsic job motivation. 
The results are reported in Table-3.5. 
Table - 3«5 
Influence of Certain Demographic Variablea 
(Job Levels Promotion Earned And Special 
Training) On Intrinsic Motivation 
A NOVA 
Source of Variation Sum of df Mean F 
square square 
Between Job Level (A) 
Between Promotion 
Earned (B) 
Between Special 
Training (C) 
Interaction (AXB) 
Interaction (AXC) 
Interaction (BXC) 
Interaction (AXBXC) 
Within SS (error) 
3.2031 1 3.2031 4.3106** 
0.0820 1 0.082 0 0.1104 
0.1221 1 
3.1064 
1.3857 
0.0078 
13.4795 
1 
1 
1 
1 
0.1221 
3.1064 
1.3857 
0.0078 
0,1643 
4.1804** 
1.8648 
0.0105 
13.4795 18.1398* 
4312.7813 238 18.1209 0.7431 
TOTAL 245 
*Signifleant at .01 level 
**Significant at .05 level 
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The computed values of F show that Job level 
exerta influence on intrinsic motivation whereas pro-
motion earned and special training do not exercise any 
influence on intrinsic motivation. Also Job level in 
conjunction with promotion earned Influence intrinsic 
motivation. The same result is obtained when Job level 
is considered alongwith special training and promotion 
earned. In view of the results obtained it could easily 
be inferred that Job level is an important variable that 
may influence Intrinsic motivation. 
t-test was used to determine significant 
differences between the means of Engineers and Junior 
Engineers on intrinsic motivation. The results are 
reported in Table-3.6. 
Table-3.6 
Job Level And Intrinsic Motivation 
Group Compared Mean SD t-value 
Engineers 28.09 3.53 
2.48** 
J.Es. 26.88 4.07 
**Signifleant at .05 level. 
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The Engineers on an average, have higher 
intrinsic motivation than Junior Engineers. 
The interaction effect of Job level and pro-
motion earned was further analysed through t-test. The 
results are reported in Table-3.7. 
Table - 3.7 
Interaction Effect (AXB) On Intrinsic Motivation. 
Groups Compared Mean SD t-value 
Engineers (Promoted) 
Engineers (Not Promoted) 
j.Es. (Promoted) 
J.Es. (Not Promoter?) 
Engineers (Promoted) 
J.Es. (Promoted) 
Engineers (Not Promoted) 
J.Es. (Not Promoted) 
Engineers (Promoted) 
J.Es.(Not Promoted) 
Engineers (Not Promoted) 
J.Es. (Promoted) 
27.74 3.07 
28.40 3 .93 
27.35 3.94 
26.49 4 .17 
27.74 3.07 
27.35 3.94 
28.40 3 .93 
26.49 4 .17 
27.74 3.07 
26.49 4 .17 
28 .40 3.93 
27-36 3-9€ 
1.081 
1.162 
0.590 
2 .718* 
1.846 
1.512 
•significant at .01 level . 
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It is amply clear that among 'not promoted* 
Engineers and Junior Engineers the former group has 
higher intrinsic motivation than the later. Here again 
job level was found to play an important role for intrin-
sic motivation. 
The interaction effects of Job level, promotion 
earned and special training on intrinsic motivation were 
again analysed by t-test. The results are reported in 
Table-3.8. 
Table - 3.8 
Interaction Effects of (AXBXC) On Intrinsic Motivation 
Groups Compared Mean SD t-value 
Engineers (Promoted and 27.67 3.03 
Trained) 0.125 
Engineers (Promoted but 27.78 3.07 
Not Trained) 
J»Es. (Promoted and Trained) 27.11 4.60 
J.Es. (Promoted but Not Trained) 27.46 3.60 
Engineers (Promoted and Trained)27.67 3.03 
J.Es. (promoted and Trained) 27.11 4.60 
0.286 
0.434 
contd.... 
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Groups Compared Mean SD t-value 
Engineers (Promoted but Not 27.78 3.07 
Trained) 
J.Es. (Promoted but Not Trained) 27.46 3.60 
Engineers (Promoted and 27,67 3.03 
Trained) 
J.Es.(Promoted but Not Trained) 27.46 3.60 
Engineers (Promoted but Not 27.78 3.07 
Trained) 
J.Es. (Promoted and Trained) 27.11 4.60 
Engineers (Not Promoted but 29.47 3.20 
Trained 
Engineers (Not Promoted and 28.04 4,10 
Not Trained) 
J.ES. (Not Promoted but Trained) 25.83 6.02 
J.Es.(Not Promoted and Not 26.65 3.73 
Trained) 
Engineers (Not Promoted but 29.47 3.20 
Trained) 
J.Es. (Not Promoted but Trained) 25.83 6.02 
0.415 
0.229 
0.563 
1.556 
0.453 
1.931 
Engineers (Not Promoted and 
Not Trained) 
28.04 4.10 
J.Es. (Not Promoted and Not 
Trained) 
26.65 3.73 
contd••.. 
1.812 
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Oroupa Compared Mean SD t-vqlue 
Engineers (Not Promoted but 29.47 3.20 
Trained) 
J.Es. (Not Promoted and Not 26.65 3.73 
Trained) 
Engineers (Not Promoted and 28.04 4.10 
Not Trained) 
J.Es. (Not Promoted but Trained) 25.83 6.02 
3.109* 
1.214 
•Significant at .01 level. 
•Not Promoted* Engineers having 'special 
training* significantly differed with Junior Engineers 
who were neither promoted nor were having 'special 
training*. 
The two groups (Engineers and Junior Engineers) 
were compared on individual items of intrinsic motivation 
and results are reported in Table-3.9 below. 
Table - 3.9 
Intrinsic Items 
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Items Group Mean 
compared 
SD t-value 
(1) To complete a Job 
successfully 
Es 
JEs 
4.23 0.766 
4.25 0.762 
0.205 
(2) To be singled out 
for praise 
Es 3.48 0.934 
JEs 3.42 1.08 
0.464 
(3) To like the act;ual Es 3.98 0,879 
tasks involved in 
getting the Job done JEs 3.89 0.831 
0,825 
(4) To gain responsibility Es 4.10 0.859 
for own or others work 
in a Job JEs 3.89 0.951 
1.812 
(5) To have greater 
autonomy for work 
scheduling 
(6) To be given more 
responsibility in 
the Job 
Es 4 .08 
JEs 3.73 
Es 4 .23 
JEs 4.12 
0.777 
1.025 
0.812 
0.958 
2.998* 
0.967 
(7) To participate in 
decision making 
processes 
Es 3.90 0.996 
3-58 1- 10 
2.384** 
•Significant at .01 level 
••significant at .05 level 
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Significant differences on 'autonomy* and 
•decision making* were obtained and on both the factors 
Engineers had higher means as compared to Junior Engi-
neers. The findings reinforce our earlier finding as 
well as lead us to accept our hypothesis No. 6. Thus, 
we can say that Engineers and Junior Engineers differ 
with each other in their intrinsic motivation basically 
on the factors of * autonomy* and 'decision making*. 
The influence of job level, promotion earned 
and special training on extrinsic motivation was also 
assessed. The analysis reported below (Table-3.10) deals 
with the above mentioned aspects. 
Table - 3.10 
Influence of Certain Demographic Variables 
(Job Level, Promotion Earned And Special 
Training) On Extrinsic Motivation 
A NOVA 
Source of variation Sum of df Mean P 
square square 
Between Job Level (A) 3.3398 1 3.3398 0.4989 
Between Promotion Earned O.OOOl 1 O.OOOi O.OOOl 
(B) 
contd.... 
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Source of Variation Sum of df Mean P 
square square 
Between Special Training 0.9258 1 0.9258 0.1383 
(C) 
Interaction (AXB) 49.7500 1 49.7500 7.4316* 
Interaction (AXC) 22.5703 1 22.5703 3.3715 
Interaction (BXC) 1.7383 1 1.7383 0.2597 
Interaction (AXBXC) 142.5820 1 142.5820 21.2986* 
Within SS (error) 38853.5000 238 163.2500 6.6944** 
TOTAL 245 
*Significant at .01 level 
**Significant at .05 level 
None of the independent variables were observed 
to influence extrinsic motivation. But the interaction 
between Job level and promotion earned i,nfluence extrin-
sic motivation and also job level, promqtion earned and 
special training cummulatively influence extrinsic 
motivation. 
The effect of job level in conjunction with 
promotion earned on extrinsic motivation was determined 
by t-test. The results are reported in Table-3.11 below. 
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Table . 3 . 1 1 
I n t e r a c t i o n E f f e c t ( A X B ) On E x t r i n s i c M o t i v a t i o n 
Groups Compared Mean SD t - v a l u e 
E n g i n e e r s (Promoted) 
E n g i n e e r s (Not Promoted) 
J . E s . (Promoted) 
J . E s . (Not Promoted) 
E n g i n e e r s (Promoted) 
J . E s . (Promoted) 
E n g i n e e r s (Not Promoted) 
J . E s . ( N o t Promoted) 
E n g i n e e r s (Promoted) 
J . E s . (Not Promoted) 
E n g i n e e r s (Not Promoted) 
J . E s . (Promoted) 
7 8 . 0 7 1 0 . 6 6 
8 1 . 7 0 1 3 . 5 8 
8 2 . 3 5 1 2 . 1 7 
7 7 . 9 0 1 3 . 5 3 
7 8 . 0 7 1 0 . 6 6 
8 2 . 3 5 1 2 . 1 7 
8 1 . 7 0 1 3 . 5 8 
7 7 . 9 0 1 3 . 5 3 
7 8 . 0 7 1 0 . 6 6 
7 7 . 9 0 1 3 . 5 3 
8 1 . 7 0 1 3 . 5 8 
8 2 . 3 5 1 2 . 1 7 
1 .696 
1 . 8 8 5 
1 . 9 8 2 * * 
1 . 6 2 3 
0.0752 
0.287 
* * S i g n i f l e a n t a t .05 l e v e l 
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Promoted junior Engineers sjlgnlficantly 
differed with promoted Engineers. The former group 
had higher mean as compared to promoted Engineers. 
Mor* precisely, we can say that promotion earned by 
Junior Engineers influence their extrinsic motivation. 
The interaction effects of Job level, promo-
tion earned and special training on extrinsic motivation 
were further analysed through t-test. The results are 
reported in Table-3.12. 
Table - 3.12 
Interaction Effects (AXBXC) On Extrinsic Motivation 
Groups Compared Mean SD t-value 
Engineers (Promoted and Trained) 79,22 10,45 
Engineers (Promoted but Not 77.5 10.73 
Trained) 
J.Es. (Promoted and Trained) 86.5 3 12.72 
J.Ea (Promoted but Not Trained) 80.00 13.47 
Engineers (Promoted and Trained) 79,22 10.45 
J.Ea (Promoted and Trained) 86.5 3 12.72 
1 .32 
1 . 9 0 3 
1 . 9 1 8 
E n g i n e e r s (Promoted but Not 7 7 . 5 1 0 . 7 3 
Trained) 0 . 9 8 4 
J.Es. (Promoted b-tt Not Tra ined) 8 0 . 0 0 1 3 . 4 7 
c o n t d . . . . 
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Groups Compared Mean SD t-value 
Engineers (Promoted and Trained) 79.22 10.45 
J.E©.(Promoted but Not Trained) 80.00 13.47 
Engineers (Not Promoted but 86.53 12.72 
Trained) 
Engineers (Not Promoted and 80.00 13.47 
Not Trained) 
J,Es.(Not Promoted but Trained) 75.33 20.11 
J.Es. (Not Promoted and Not 78.63 11.26 
Trained) 
Engineers (Not Promoted but 86.53 12.72 
Trained) 
J.Es, (Not Promoted but Trained) 75.33 20.11 
0.2549 
Engineers (Promoted but Not 77.5 10.73 
Trained) 2.640* 
J.Es. (Promoted and Trained) 86.53 12.72 
1.903 
0.548 
1.725 
Engineers (Not Promoted and 80.00 13.47 
Not Trained) 0^5gg 
J.Es. (Not Promoted and Not 78.63 11.26 
Trained) 
Engineers (Not Promoted but 86.53 12.72 
Trained) 2.372** 
J.Es. (Not Promoted and Not 78.63 11.26 
Trained) 
contd.... 
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Groups Compared Mean SD t-value 
Engineers (Not Promoted and 80.00 13.47 
Not Trained) ^.^^30 
J.Es.(Not Promoted but Trained) 75.33 20.11 
•Significant at .01 level 
*Signifleant at .05 level 
The result clearly Indicates that interaction 
effect between promotion earned and special training 
significantly lead to greater extrinsic motivation of 
Junior Engineers. Promoted and specially trained Junior 
Engineers have higher mean as compared to promoted but 
not specially trained Engineers. The same table shows 
that not piromoted but specially trained Engineers have 
higher mean of extrinsic motivation than Junior Engineers 
who are neither promoted nor had special training. Thus, 
special training for Engineers has fascllltatlng effect 
on extrinsic motivation. 
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The findings reject the hypothesis No. 7 and 
we can conclude that Engineers and Junior Engineers,by 
and large, do not differ in their extrinsic motivation 
and whenever differences were observed it was selective 
and due to interaction effects. 
INTERPRETATION 
'ANOVA' yielded results which clearly indicate 
that none of the Independent variables selected for the 
study (Job level, promotion earned and special training) 
were found to influence Job motivation of employees. A 
similar trend was observed when job motivation was split 
into intrinsic/extrinsic with the exception of job level 
which influenced intrinsic motivation of employees. It 
is discernible that the above mentioned independent vari-
ables do not individually but cummulatively influence job 
motivation. This finding calls for a changed strategy for 
the managers to motivate their employees. Generally it is 
argued that certain Independent variables would bear moti-
vational appeals for employees. The present finding suggests 
that certain variables taken together can be a source of 
motivation. More precisely, job level when combined with 
•special training' and •promotion earned^ leads to moti-
vation. It could be argued that •special training* updates 
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the technique of doing the work and when combined with 
new confidence gained through promotion and change of 
status it would be potent source of job motivation. 
It also needs to be considered that promotion 
earned provides not only upward mobility in Job hierarchy 
but also provides better pay/wages, better status, better 
working conditions, etc. Greater responsibility and oppor-
tunities to do challenging things accrue which further may 
reinforce motivation. Our findings lend support to the 
findings of Yoder, Turnbull and Stone (1958) who observed 
that promotion provides incentive to initiative, enter-
prise, and ambition; minimises discontent and unrest; 
attracts capable individuals; necessitates logical training 
of advancement and forms an effective reward for loyalty 
and cooperation, long service, etc. Several investigators 
like Vroom (1964), Herzberg, Mausner and Snyderman (1959), 
Gilmer (1966), Harrell (1964), Singhal and Upadhyaya (1972), 
Gaines, Larry et al. (1984) have emphasized the importance 
of opportunity for promotion as an incentive of job 
motivation. 
Job level influences intrinsic motivation (as 
a whole) of employees. It was found that Engineers had 
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higher intrinsic motivation as compared to Junior Engineers. 
But when both groups were compared on individual items of 
intrinsic motivation such as achievement, recognition/ work 
itself, autonomy and decision making, etc. significant 
differences were obtained on 'autonomy' and 'decision 
making*. It is interesting that achievement, recognition, 
work itself, etc. did not emerge as factors for motiva-
tional appeal though these factos have usually been endo~ 
rsed by earlier findings (Maslow, 1954; Herzberg, Mausner 
and Snyderman 1959; McClelland, 1961). 
In order to explain the present findings we 
have to look to the functioning of the U.P. State Elec-
tricity Board. For all practical purposes the electricity 
board are a sort of bureaucractic organisation which puts 
greater premium on 'autonomy and independent 'decision'. 
If autonomy and decision making are forbidden then they 
must be desired which the findings have highlighted. The 
differences on autonomy and decision making between 
Engineers and Junior Engineers may be attributed to the 
fact that engineering graduates have to work as Junior 
Engineers. Thus, Junior Engineers although possessing 
similar educational and technical qualification have to 
work at lower ladder of Job hierarchy, only Engineers get 
an opportunity to work independently and take decisions 
on their own. Such acts are cherished and serve as a 
source of fulfilment of needs. 
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The present findings goad us to perceive a 
change in the philosophy of management of personnel In 
the organisation and we have to enphasise more the cummu-
lative effect of group of factors which would be more 
motivating than the isolated factors. This may be more 
true of technical personnel like Engineers as the possi-
bilities of promotion for them is limited and bureau-
cratic climate permeates the organisation. 
It is suggested that intervention strategy 
should be evolved to permit greater autonomy and to 
encourage innitiative to achieve targeted growth. If 
such changes are not contemplated then the frequent 
break down and load shedding will continue to plague 
the organisation. Further, negligence with regard to 
these aspects would only lead to further disruption 
of effective utilization of human capabilities in the 
organisation. 
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APPENDICES 
APPENDIX - I 
The purpose of the present investigation is to study 
the needs and aspirations of people working in various 
capacities in India. The success of the study would entirely 
depend on your honest and frank responses. 
You are not required to reveal your identity and your 
responses would be treated in strict confidence. 
We are confident that you would cooperate whole-
heartedly and help us in achieving our objective. 
Manju 
Research Scholar 
Department of Psychology 
Aligarh Muslim University 
ALIGARH. 
S. SULTAN AKHTAR 
Professor of Psychology 
Department of Psychology 
Aligarh Muslim University 
ALIGARH. 
The following statements pertain to your work situation. 
Please read carefully and indicate the extent to which you find 
them satisfying. Each statement is to be evaluated as suggested 
below s-
Against each statement a bracket has been provided. 
- If you are VERY MUCH SATISFIED then put (5) within 
the bracket. 
- If you are SATISFIED then put (4) in the bracket. 
- If you are SLIGHTLY SATISFIED then put (3) in the bracket, 
- If you are DISSATISFIED then put (2) in the bracket. 
- If you are VERY MUCH DISSATISFIED then put (1) in the 
bracket. 
In this manner each statement is to be evaluated from 1 to 5 
S.No. Item Response 
1. To complete a Job successfully. ( ) 
2. To be singled out for praise. ( ) 
3. To like the actual tasks involved in ( ) 
getting the job done. 
4. To gain responsibility for own or others ( ) 
work in a job. 
5. To change status through promotion. ( ) 
contd... 
-2-
S.No. Item Response 
6. To have supervisors as they are In other 
organization. 
7. To be happy with one's earnings. 
8. Change in a job which could lead to further 
growth. 
9» To experience satisfying social interactions 
with one's sub-ordinate, 
10, To obtain social status through Job. 
11. To have greater autonomy for work scheduling, 
12. To experience satisfying social interactions 
with one's boss. 
13. To experience satisfying social interactions 
with one's co-workers. 
14. To have competent supervisors. 
15. To be in an organisation (institution) with 
good policies and administrative procedure. 
16. To be given more responsibility in the job. 
17, To have good physical surroundings on the Job. 
contd,. 
-3-
S.NO. Item Response 
18. To have one's personal life affected for 
good, by occurrences on the job. 
19. To have objective indications of security, 
(such as job-tenure and company stability) 
20. To have housing facilities. 
21. To have more opportunities for promotion 
of efficient employees. 
22. To get transportation facilities. 
23. To have health suitable for the job. 
24. To like leave policies. 
25. To have opportunities for recreations. 
26. I would opt for a Job having greater social 
recognition. 
27. Experiencing no feelings of castism on 
the Job. 
28. To get medical facilities. 
29. To have mobility with regard to work. 
30. To participate in decision making processes 
contd. 
-4-
Kindly furnish the following Information j-
Name of the organisation : 
section t 
Designation i 
Work experience in years : 
Number of promotion earned 
Special training, if any $ 
Age : 
Marital Status t 
Educational Level : 
Number of dependents : 
Total salary per month : te. 
Place of birth x 
PLEASE USE THE SPACE IF YOU WANT TO MENTION ANY OTHER ASPECT 
"NOT COVERED. 
APPENDIX - II 
The purpose of the present invesiiigation is to 
study the needs and aspirations of people working in 
various capacities in India. The success of the study 
would entirely depend on your honest and frank responses 
You are not required to reveal your identity and 
your responses would be treated in strict confidence. 
We are confident that you would cooperate whole-
heartedly and help us in achieving our objective. 
Manju 
Research Scholar 
Department of Psychology 
Aligarh Muslim University 
ALIGARH. 
S. SUL.TAN AKHTAR 
Professor of Psychology 
Department of Psychology 
Aligarh Muslim University 
ALIGARH. 
The following statements pertain to your work situation. 
Please read carefully and indicate the extent to which you find 
them satisfying. Each statement is to be evaluated as suggested 
below s-
Against each statement a bracket has been provided. 
- If you are VERY MUCH SATISFIED then put (5) within 
the bracket. 
- If you are SATISFIED then put (4) in the bracket. 
- If you are SLIGHTLY SATISFIED then put (3) in the bracket. 
- If you are DISSATISFIED then put (2) in the bracket. 
- If you are VERY MUCH DISSATISFIED then put (1) in the 
bracket. 
w 
In this manner each statement is to be evaluated from 1 to 5 
S.No. Item Response 
1 . To complete a Job successfully. ( ) 
2. To be singled out for praise. ( ) 
3. To like the actual tasks involved in ( ) 
getting the job done. 
4. To gain responsibility for own or others ( ) 
work in a job. 
5. To change status through promotion. ( ) 
contd... 
-2-
S.NO, Item Response 
6. To be happy with one's earnings. 
7. Change in a job which could lead to further 
growth. 
8. To experience satisfying social interactions 
with one's sub-ordinate. 
9. To obtain social status through Job. 
10. To have greater autonomy for work scheduling. 
11. To experience satisfying social interactions 
with one's boss. 
12, To experience satisfying social interactions 
with one's co-workers. 
13. To have competent supervisors. 
14. To be in an organisation (institution) with 
good policies and administrative procedure. 
15. To be given more responsibility in the job. 
16. To have good physical surroundings on the job, 
contd... 
-3-
S,NO. Item Response 
17. To have one's personal life affected for 
good, by occurrences on the job. 
18. To have objective indications of security 
(such as job-tenure) and company stability, 
19. To have housing facilities. 
20, To have more opportunities for promotion 
of efficient employees. 
21. To get transportation facilities. 
22. To have health suitable for the job. 
23. To like leave policies. 
24. To have opportunities for recreations, 
25. Experiencing no feelings of castism on 
the job. 
26. To get medical facilities. 
27. To have mobility with regard to work. 
28, To participate in decision making processes, 
Kindly furnish the following information :-
Name of the organisation : 
Section : 
Designation : 
work experience in years s 
Number of promotion earned 
Special training, if any ; 
Age : 
Marital Status : 
Educational Level : 
Number of dependents : 
Total salary per month : Rs_, 
Place of birth : 
PLEASE USE THE SPACE IF YOU WANT TO MENTION ANY OTHER ASPECT 
NOT COVERED. 
APrEHDIX I I I 
CORRELATION 
ITEM NO, ITEM Ni t i i - f i MO. i i f. I'l l^i.). T i I li NO 
I I I I I I r V V 
0 . 1 2 0 9 : 0 . 3 4 6 2 : 0 . Sz-yH) : .i.^l'U:>''> : 0 , l l ? 7 
PARTIAL CORREIATION 
E ( T 1 ) E ( T 2 ) E(TJ,) ( - ( r - l ) F ( T ' > ) ( ( 1 ^ ) f(r7) E(JB) 
0.896 0 .382 0 .597 0 .4 2t> 0 .178 0.'126 0 .569 0 .236 
0 .019 0 .035 0 .065 - 0 . 0 0 1 0 .235 0 .032 0 .053 0 .027 
• 0 . 0 3 4 - 0 . 0 4 7 -0 .0^ . i< . . 0 . 8 7 7 0 . 8 4 . 5 - 0 . 0 3 S - 0 . 0 SO 0 . 0 1 1 
PARTIAL CORREIiATlON 
J E ( T l ) J E ( T 2 ) J E ( T 3 ) J E ( T 4 ) J E ( T 5 ) J E ( 1 6 ) J E ( T 7 ) J E ( T 8 ) 
0 . 7 6 5 0 . 2 7 7 0 .2 '9S 0 . 0 5 9 0 . 3 1 6 0 . 2 3 4 0 . 3 6 1 0 . 0 5 5 
0 . 0 3 8 0 . 0 9 2 - 0 . 1 5 9 0 . 1 6 0 0 . 0 2 4 0 . 0 9 7 -O . J 70 - 0 . 1 2 5 
0 . 0 4 7 0 . 0 8 7 0 . 1 5 8 0 . 7 5 1 0 . 7 4 5 0 . 0 8 8 0 . 1 6 6 0 . 1 2 7 
iWQVt) i Aid I 
SOURCE o r V A R I A I I O N S d . f f;. T,. H. r , . ; ; . f R a t i o 
A 1 .' 1 . / l o v ; M . ; I o'^ ? . 2: '97 
B ,1 0.54 69 0.54 69 0.0562 
C 1 0.4 8-14 0.4 84 4 0.0497 
A B 1. 3 5. 3 ? O 3 > 2.320-.'; 3 .6273 
AC i 5.:.4cC^ 9 ,';,3.4o()'^' 5.4 903 
8C I 0.3 125 0.3125 Q-. 0321 
ABC 1 162.10,16 ,162.1016 16.6474 
WITH. 238 '.>f,825 .0000 23/. 761') 9.7373 
(U^ JOVA TABLE 
SOURCE OF VARIATIONG d.f. '^ . G. M.S.G. f Ratio 
A 1 3.2031 3.2031 A.Z106 
B I 0.0n20 0.0R2() 0.1104 
C I 0.1221 0.1221 0.164 3 
AB i 3.1064 3.1064 4.1804 
AC 1 1.3857 i.3857 1.8648 
BC 1 0.0070 0.0078 0.0105 
ABC 1 13.4 795 13.4 795 18.1398 
WITH. 238 1312.7813. 18.1209 0.7431 
AN OVA lABLf: 
SOURCE OF VARIATIONS d.f. S.S. M.S.S. F Ratio 
1^  I 3.039R 3.3398 0.4989 
6 ! O.O'JOl 0.000.1 0.0001 
C L 0.925R 0.925H 0.L383 
AB 1 49./500 49.7500 7.4316 
AC 1 22.5 703 22.5 703 '3.3715 
BC 1 1 . 7 3 8 3 , 1 . 7 3 8 3 0 . 2 5 9 7 
ABC 1 J 4 , ; . •:, 8 , •.' O 14 2 . 5 8 2 0 2 1 . 2 9 8 6 
WITH . 2.OH 3 8 K ' i 3 . 5 0 0 0 i t>3 . 2 5 0 0 6 . 6 9 4 4 
